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SECOND DECLARATION OF ALAN L« COLQUITT 



I, Alan L. Colquitt, Ph.D. of 7805 Timber Run Lane, Indianapolis, IN 46256 declare as 
follows: 

1 , I have over 20 years of experience implementing testing programs as an internal 
consultant in The Procter & Gamble Company (1985-1990) and Eli Lilly and Company (1990- 
present), I have a Ph.D. in Industrial and Organizational Psychology from Wayne State 
University in Detroit, ML I have specialized training in the areas of test development, test 
validation, and psychometrics. I have considerable experience developing tests and testing 
programs for a variety of purposes including: Pre-employment screening; employee and 
leadership development; identification, selection and development of leaders and high potential 
employees; promotion; and reallocation. See attached resume for additional background (Exhibit 



2. I have studied the disclosure of the above-identified patent application ("Evans") 
and the disclosures of U.S. Patent Publication No. 2002/00451 54Q1 to Wood (The "Wood" 
application) and US. Patent Nos 7,148,969 and 6,341,267 to Bonstetter and Taub (the 
"Bonstetter Patent" and "Taub Patent" respectively). 

3 . I have studied, the Office Action issued by the patent examiner on April 1 8, 2007 
in application serial number 10/823,829; and have the following comments on the assertions in 
the Office Action in paragraph number 36 from the Office Action: 

4. The examiner asserts that Wood provides multiple tests. Regarding this assertion, 
there are many different classes of tests and t ypes of tests within classes. They are not 
interchangeable. Under Wood's system, any test will do (e.g. Wood, p5 [01 10]), The choice of 
tests needs to be specific to the purpose for which they are being used and not all tests relevant 
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for a given purpose are created with the same rigor and level of professional quality as 
standardized measures of psychological constructs. The claimed invention relates to personality 
attributes because personality may be modified and improved, whereas Wood relates to 
temperament attributes that are characteristics of individuals that are recognized by one of skill 
in this field as being innate, relatively unchangeable aspects of the individual. Wood refers 
frequently to 2 tests used in his system; The Keirsey Temperament Sorter and the Myers-Briggs 
Type Indicator, Neither of these tests is well-suited to providing feedback and development 
advice for rating competencies or creating transformational activities. First, these 2 instruments 
measure temperament, not personality. Temperament is felt to be permanent, not changeable 
(see Strelau, 1987, as cited in Hofstee, 1991, pl82). They talk about type as like handedness"; 
one is born with it. It makes little sense to use instruments that measure things that cannot be 
changed in a context where a method is employed to enable individuals to grow and develop 
competencies — to change. The tests recited in the claims measure Personality, which is felt to 
be more environmentally controlled and therefore can be developed. Second, the Wood "tests" 
were not developed to be used for human capital management The Wood "tests" are not useful 
in a context where results need to be linked to competencies, where feedback is provided on how 
strong/weak someone is related to personality attributes or competencies. The language used in 
the Wood "tests" is not immediately relevant to assessing competencies. Respondents are 
classified as "ENTJ" — one of the MBTI types, or "Guardians*', "Artisans"— output from the 
Keirsey). It is not clear what these mean and how they fit in the context of assessing 
competencies without additional invention to help bridge this gap. The tests recited in the 
present claims were developed for assessing personality attributes and do not suffer from this 
issue. Third, the Wood "tests" identify a respondent's type. Types are not "good" or "bad". 
They do not indicate the strength of ability or personality or degree of aptitude. Because of this 
it is difficult to link test results to the strength or weakness of competencies. The standardized 
measures of the capability tests in the claims and disclosed in the specification have traditional 
scaling (scale scores produced with high and low scores relative to an external norm group) 
which lends itself much more to being linked to competencies. Finally, there are also technical 
problems with the way one of the Wood "tests" is scored and with its reliability and validity. 
These issues the "test" less useful psychometrically (see Hunsley, Lee, & Wood, 2004 for a 
discussion of issues with the Myers-Briggs Type Indicator). 

5, The examiner asserts that "answering questions about finance is the same as 
taking a finance test and that discussions of "test development" are not relevant to this 
discussion. Regarding this first assertion, answering questions is not taking a test Finding out 
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what someone knows about finance does not mean someone is taking a finance test, A finance 
test could involve someone verbally asking questions. However, a number of other criteria 
would need to be satisfied for this to be considered a tot. As stated in Guion, 1998, p. 485: 

"A test is an objective and standardized procedure for measuring a 
psychological construct using a sample of behavior. A test is objective in that 
responses can be evaluated against external standards of truth or of quality, 
correct or incorrect, or better or poorer than a standard. Measurement implies 
quantification. Tests are scored quantitatively, with measurable precision, on 
numerical scales representing levels of a construct to be inferred from the scores. 
Tests use a standardized procedure with the same stimulus component for all test 
takers. Standardization refers primarily to controlling the conditions and 
procedures of test administration. " 

One of ordinary skill in the art would not consider to be a test what Wood refers to as "asking 
questions about finance". This does not meet the above conditions and standards. Regarding 
Wood's use of the word "test" in the abstract, Wood is free to refer to the tools used in his 
system by any term he chooses. One of ordinary skill in the art would use more precision than is 
used by Wood in distinguishing the different types of assessment procedures. For some of the 
"tests" he describes, those skilled in the art would properly refer to them as tests or inventories, 
and they would meet the conditions describe in Guion, 1998, The process he describes with 
respect to "asking questions about finance" would not qualify using the standards described in 
Guion, 1998. Those skilled in the art would not refer to this as a test. 

6. The examiner asserts that the techniques described in Wood are similar to those in 
the claimed invention and that the techniques provided in Bonstetter would have been obvious 
additions to the system described by Wood. Regarding this assertion, Bonstetter is solving a 
different problem than the claimed invention. The problem Bonstetter identifies is the high 
failure-rate in the ability to identify job candidates who will be successful on the job (Column I, 
Paragraph 2, lines 25-35). His solution to this problem is to improve the way competencies are 
IDENTIFIED (not measured) (see column 3, prior to Section Hi,) His solution is not to measure 
people on competencies. The problem the claimed invention addresses is how to measure people 
on competencies using commercially available and professionally developed and validated tests, 
combining the information together to help individuals improve. Bonstetter comments that the 
reasons selection interviews are not effective is that interviewers don't focus on the right things. 
His process IDENTIFIES those "right things"-- the job-related requirements for a job. Those 
skilled in the art refer to this process as "Job Analysis"* (See Harvey, 1991, p. 74). The output 
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of a job analysis serves as input to a whole host of processes, one of which might be the 

development of selection procedures such as the selection interview as described in Bonstetter 

(see Harvey, 1991 , pp. 124-146 for the varied uses of job analysis information), Bonstetter is 

focused on the job and its requirements* The claimed invention tests the individual and links 

those measurements to competencies to help the individuals develop these competencies. The 

examiner asserts that the constructive feedback provided by Bonstetter is the same as the 

feedback provided by the claimed invention. Regarding this assertion, there are several issues 

with what Bonstetter describes and there are several ways it differs from the claimed invention. 

As an example, Bonstetter shows a Personal Competency Inventory (PCI) in Figure 12A. He 

reports that participants and others complete this form, rating competencies directly. The output 

is a set of strengths (see Fig. 14b)* First, it is not clear where Bonstetter 1 s system ends and where 

other secondary uses of his system begin. The examiner refers to one of the possible uses of 

Bonstetter's system and the information the system produces. The examiner's statement ''match 

people to appropriate jobs" refers to using the information for selection interviewing. The 

examiner's statement 'Improve people's performance on the job by giving them feedback on 

their strengths and weaknesses which pertain to job performance" refers to using the 

information to develop a performance appraisal system or a training and development/feedback 

and coaching system. The Bonstetter system focuses on the position. He says in Col 5, 35-40 

(referring to Figure 12a) (Ms is something that CAN be used with the invention, and in Col 5, 44 

that Figures 14A and 14b are HYPOTHETICAL examples of reports. Points 9, 13, 15, and 16- 

35 under Columns 3 and 4 all refer to other uses for the information his system produces. His 

system does not include the procedures to accomplish these "other uses." He says his system 

"allows for" other things to be done (e.g. "This allows a set of interview questions to be 

produced"), but these things are not part of his system. The primary purpose for which he uses 

the information from his system is to "evaluate applicants for the position to determine if their 

characteristics will make them high performers in the position" (Col 4, paragraph 30). In 

contrast to Bonstetter's job analysis, the claimed invention measures individuals on competencies 

and gives them feedback and ideas for development. Second, Bonstetter presents a tool in Figure 

12a which could be used to measure competencies. This is something he himself laments may 

be difficult to do based on what is currently known about competencies: 

"The many attempts „.teg the question—how does one define 'competencies ' 
and which ones are relevant? There is no agreement on these questions. " (Col 
2, lines 43-45). Additionally he reports "As previously discussed, much has been 
written about 'competencies \ However, no agreement exists as to what is a 
competency (Col 8> lines 48-51), 
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Those of ordinary skill in the art would agree it is difficult to measure competencies directly 
given their breadth. There are several issues with the tool shown in Figure 12a as it is shown. 
The tool does not appear to be a published tool, nor does it appear to be professionally developed 
and validated to provide a standardized measure. It purportedly measures competencies; 
however, it contains questions similar to those typically included in personality tests. As 
described in Spencer, McClelland and Spencer (1994) (cited in my original affidavit), personality 
is only one component of competencies. He provides no evidence this tool measures specific 
personality traits , nor does he list these traits or how these traits are linked to specific 
competencies . Moreover, there are far too few items in the test to reliably measure standard 
personality traits or to reliably measure the number of competencies listed. Third, while 
Bonstetter says his system provides feedback on competencies (assuming Figures 14a and 14b 
are part of his system), the form of this feedback is simply a rank ordering of competencies from 
highest to lowest. Candidates are not provided any detail about what specific attributes might be 
contributing to their strengths and weaknesses, nor do they have any information on how they 
might improve in these areas. The claimed invention provides a comprehensive individual 
capability evaluation that rates competencies, as well as providing information on how to 
improve in these areas, Finally, In Col 14, section F, Bonstetter discusses alternative features 
and options that might be obvious to one skilled in the art. These alternatives are no more 
obvious to those skilled in the art than are the many uses to which any job analysis information 
can be put (as articulated in Harvey, 1991, pi 25-1 46). Anyone of ordinary skill in the art who is 
familiar with job analysis knows the variety of ways the information it produces can be used. 
However, he/she may not possess the knowledge, skills, and experience to know how to develop 
or improve any of these systems. Specific innovations in the areas of assessment and training 
and development or the development of a compensation system would not be obvious to those 
conducting a job analysis. For example, the fact that someone conducts a job analysis of a sales 
position does not mean it would be obvious to that person how to develop or improve a sales 
incentive compensation system (which would use the job analysis information as input). 

7. The examiner asserts that Wood measures competencies and that personality traits 
are competencies. Regarding this assertion, first, the psychological or temperament constructs 
measured in the tests used by Wood are not competencies. Intoversion/Extraversion is not a 
competency (see Spencer, McClelland, and Spencer, 1994 in the original affidavit for a 
definition of competency). Measuring someone's type (e.g. ESTJ or Artisan) is not assessing a 
competency, In fact, Wood himself distinguishes instruments that measure competencies from 
instruments that measure other psychological constructs (see p.5, [0109] to [0125]. The 
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definitions cited in Ash et al 3 2000 from my prior affidavit suggest that a competency is not a 
unitary concept Competencies can be, in part, defined by personality traits, but would also be 
defined by other constructs such as skills and abilities (See Spencer, McClelland, and Spencer 
(1 994) in original affidavit). They are not substitutable for one another. Evidence about 
extraversion-introversion (a personality trait) may be used to assess whether or not someone has 
strong interpersonal competence „ ..however, this does not mean introversion-extraversion is a 
competency. Second, the psychological constructs measured by the tests used in Wood are not 
personality attributes linked to competencies. 

8. The examiner asserts that the systems of Wood and Bonstetter can be used to 
solve the same problems. Regarding this assertion, the problem Wood is addressing is how to 
segment people based on psychological instruments to better deliver products and services to 
customers. The information he uses to segment people are psychological tests. Wood outlines 
countless different services that could be provided, one of which is to help match people to jobs. 
However, these services are not an essential part of Wood's invention. Wood's system focused 
on the psychological tests and the segmentation. The problem Bonstetter is addressing is how to 
obtain better information about what jobs require so he can better identify candidates who can be 
successful at these jobs. His primary focus is on profiling jobs and he acknowledges this 
information can be used in many different ways, Wood is focused on people and how to 
segment them; Bonstetter is focused on jobs and how to profile them. One of ordinary skill in 
the art would consider these to be two very different issues, neither of which is particularly 
useful for evaluating a plurality of competencies using a plurality of tests assessing attributes. 
As is detailed in (Guion, 1998, p. 57) the first step in the development of HR systems and 
processes is to understand the job (job analysis). This is where Bonstetter focuses. The second 
step is to translate the job requirements into people requirements- This is where Wood focuses. 
Neither Wood nor Bonstetter speak of rating a plurality of competencies or developing 
transformational activities* 

And further, I sayeth not. 




Alan L. Colquitt 
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EXHIBIT A 



- Alan L. Colquitt, Ph.D. 

7805 Timber Run Lane 
Indianapolis, Indiana 46256 
acQlquitt@.comcast.net 
: (317) 849-1258 

EDUCATION AND TRAINING 

Doctor of Philosophy (December, 1986) Licensed Psychologist (1994 to present) 

Wayne State University State of Indiana. License #20040761 
Detroit, Michigan 

Industrial/Organizational Psychology 

Bachelor of Arts (May, 1982) Advanced Organizational 

Indiana University Development/Human Resources 

Bloomington, Indiana Development (OD/HRD) program 

Psychology (Spring, 1995). Columbia University, 

PROFESSIONAL EXPERIENCE 

Eli Lilly and Company 

Workforce Research 

Manager (January 1997 to present) 

Key Areas of responsibility: 

■ Develop, implement a variety of survey processes focused on key stakeholders 
(employees, collaborators) 

" Develop, implement, and monitor testing and assessment systems 

" Conduct special research on issues of current interest (e.g. culture, diversity issues, 

retention, impact of key interventions, diagnose specific issues) 
' Develop, implement, and report key workforce and people-related metrics 
' Leverage results and learnings from all research, monitor trends affecting 

workforce 

* Consult with line, HR management in the above subject areas 

■ Manage small staff (1 person) of technical experts 



Eli Lilly and Company 
Organization Effectiveness 
Manager (June 1994 to January 1997 
Key areas of responsibility: 
» Organizational consulting 

■ Organization design 

■ Organization change management 

■ Strategy development 
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Team development 
Workforce research, strategic studies 
Survey development and design 
Performance management system design 
Testing and assessment program development 

Eli Lilly and Company 

Career Development and Psychological Services 
Staff Psychologist (September 1990 to June 1994 

Key areas of responsibility; 
" Assessment and psychometrics 

■ Design and administer career assessment and development programs 

■ Testing and assessment program development 

■ Workforce research, strategic studies 

The Procter & Gamble Company 
Personnel Research 

Manager (December 1985 to September 1990) 

Key areas of responsibility: 

■ Testing and assessment program development 
* Test development and validation 

■ Training evaluation 

■ Strategic studies and research 

AREAS OF TECHNICAL COMPETENCE/EXPERTISE 

Research design 
Statistical analysis 
Career and employee development 
Performance measurement, metrics 
Organization diagnosis 
Organization change management 
Organization design 
Strategy development 

PUBLICATIONS AND PRESENTATIONS 

Colquitt, AX. (2008), Total Rewards atEli Lilly and Company; Applying Total Rewards 
Optimization. Paper presented as a part of symposium: "Optimizing HR: Tracking the 
return on investments in people" Annual meeting of the Society of Industrial and 
Organizational Psychologists 




■ Assessment and selection systems .;■ 
(tests, simulations, assessment centers, * 
test validation, psychometrics) ■ 

■ Survey design, development ■ 

■ Program evaluation ■ 
" Performance management/Performance ■ 

appraisal * 

■ Job analysis, needs analysis ■ 
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Colquitt, A.L., Fink A., Futrell D.A., and Johnson S. (2008). More survey 

ponderables. . . Questions and Answers on Effective Employee Surveys. Annual meeting 
of the IO/OB conference, Indianapolis, IN 

Colquitt, A.L., & Futrell D. A. (2007). Questions and answers about survey research: 

Lessons learned from survey programs at Eli Lilly and Company. Annual meeting of the 

IO/OB conference, Indianapolis, IN 
Colquitt, AX., Mastrangelo, P., and Weiner, S. (2006). Staying on your high horse: Ethical 

challenges in employee surveys. Annual meeting of the Society of Industrial and 

Organizational Psychologists 

Colquitt, A.L. & Macey W. H. (2005). Surveys throughout the employment lifecycle: What 
matters when. Annual meeting of the Society of Industrial and Organizational 
Psychologists 

Colquitt, A.L. & Futrell, D.F. (2004). Use of a biodata selection instrument to improve 

retention. Annual meeting of the Society of Industrial and Organizational Psychologists 
Colquitt, A.L. & Lange C. (2004). Gender diversity at Eli Lilly and Company: Follow-up on 

the "Leaders in a Global Economy" study. Annual meeting of the Society of Industrial 

and Organizational Psychologists 
Colquitt, A.L. (2003). Working inside on the balanced scorecard: Lessons learned about 

strategy, tactics, and culture. Annual meeting of the Society of Industrial and 

Organizational Psychologists 
Colquitt, A.L. (2002). Getting systematic about retention in one company: Strategy, Tactics, 

and Learnings. Annual meeting of the Society of Industrial and Organizational ' 

Psychologists 

Colquitt, A.L. (2001). After the Rating Stops: Effecting Change with Multi-Source 

Feedback. Annual meeting of the Society of Industrial and Organizational Psychologists 

Colquitt, AL. (2000). Predictors of Turnover for Sales Representatives: The "Fruits" of an 
Exit Survey Process. Annual meeting of the Society of Industrial and Organizational 
Psychologists 

Colquitt, A.L. & Futrell D A. (2000). Automated Technologies for Biodata Prediction 
Systems. Annual meeting of the Society of Industrial and Organizational Psychologists 

Becker, T & Colquitt A. (1992). Potential vs. Actual faking of a biodata form: An analysis 
along several dimensions of item types. Personnel Psychology, 45, 389-406 



PROFESSIONAL AFFILIATIONS 

Society for Industrial and Organizational American Psychological Association 

Psychology Academy of Management 

The Mayflower Group (survey consortium) Human Resource Planning Society 
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HONORS AND DISTINCTIONS 

1997- The Mayflower Group board of 1978 Hoosier Scholar 
2000 governors, Chair in 2000 

1982 Phi Beta Kappa 1978 National Merit Scholar 



REFERENCES 

Available upon request 
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Task-based Job Description 



fab Description Profile Scores forTMPm Grade E-7 




Avg ve Time 














Spent by 
Mcnthen 


Aug % Time 


Avg % Time 






1 


°«T5fnt Mfflifrffs 


Spent by 


Spetu by 


No. Duties 


D-Tvk 


Task Title 


Performing 


Performing 


au memoirs 


nil (Vtrmv^rf 


orTa&s 


S 1 


Wnle enlisted performance evaluations 


8(1.00 


2,46 


1.97 


1.97 




A 1 


Review enlisted performance evaluations 


8136 


232 


1.93 


3.90 




C 18 


Maintain logs [pass down log IPDLJ etc.) 


62.86 


3X11 


1.89 


5.79 




B 4 


Ensure work assigned to subordinates is completed) 


82.86 


227 


\M 


746 




C 6 




80.00 


228 


142 


9.49 


5 




changes) 












B 5 


Coordinate work within division 


6937 


2.56 


1.76 


11.25 




C 17 


Fill outwork requests/work orders 


62.56 


2.42 


14a 


1177 




A 11 


Evaluate operational commitments Ln order to schedule 


60.00 


235 


1A1 


W,18 






workload 












A 5 


Screen messages, bulletins, etc for appropriate action 


74.26 


184 


136 


15.54 


10 


A 2 


Moke personnel assignments 


80.00 


148 


1,34 


1648 


A 3 


Assign work priorities 


71.43 


1.78 


127 


18.15 




C 7 


Maintain correspondence/message files 


6246 


1.94 


J. 22 


1938 




A 24 


Receipt for weapons 


71.43 


148 


1.20 


1038 




B 2 


Make work assignments 


74,28 


t.56 


1.16 


21.74 




A 25 


Ensure readme** of command for Inspections 


6837 


1.66 


1.14 


22.88 


13 




(administrative operational, material etc) 












A 15 


Prepare weekly discrepancy report 


5438 


toi 


1.09 


23.97 




C 23 


Preps re reports of unsatisfactory /defective torpedoes, 


65.71 


144 


148 


25.0S 






or equipment 












A 27 


Review and submit status reports (performance, inventory, 


6246 


1.64 


1.03 


26.08 






casualty, etc.) 












P 21 


Inspect weapons handling gear (slings, hoist etc) 


68.37 


137 


0,94 


27.02 


20 


C 5 


Maintain HcWsrfll* 


48.57 


1.88 


0.91 


27.93 


Z 9 


Attend meetings, seminars, conferences, etc. 


54.28 


143 


0,91 


28.84 




A 9 


Monitor training program 


57.14 


134 


0.88 


29.72 




E 12 


Inspect all material upon receipt for damage, quality, 


4246 


2.02 


037 


3038 






quantity, etc. 












Z 4 


Stand Inspections 


60 0C 


1.42 


035 


31.44 




C 11 


Route coriespgiHleniM/r^blltttkw/lnatructions, etc 


5143 


1.65 


0.85 


3228 


25 
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Spent by 


Avg % Time 


Avg % Time 






TaskTitle 


Percent Members 


Members 


Spent by 


Spent by 


Ho. Duties 


Performing 


Performing 


All Memhert 


Aii Membm 


Or Tilth 


A 18 




31.43 


144 


034 


33.12 . 




A 20 


command and/w between other ships and stations 












Recommend personnel foe formal training 


65.71 


126 


0,83 


33.95 




D 11 


Sign oft practical factors 


71.43 


|.)4 


041 
0.80 


34.76 




P 32 


Turn In torque wrench** for calibration 


51.43 


155 


3556 




C 39 


Prepare/update 3M schedules (cycle, quarterly, weekly) 


5428 


1.42 


* 0.77 


343* 


30 


C 1 


Draft naval messages 


4837 


1.58 


076 


37.09 




A 14 


Sign requisitions requiring approval 


54.28 


139 


0.76 


37,85 




C 8 


type correspondence/ forms 


4040 


142 


0.73 


38 58 




A 10 


Represent command at conferences and meetings 


43.71 


15* 


0.71 


3929 




Z 1 


Hpld field days, sweepdowna, etc. 


4246 


140 


048 


39.97 


35 


C 20 


Update recall blU 


37.14 


144 


0,68 


40,66 




Z 6 


Counsel penonneE on personal/ military matters 


5428 


125 


0,68 


41.34 




D 2 


Update Individual training records 


45.71 


1.48 


0.68 
0.68 


42,01 




D 1 


Prepare individual training records 


45.71 


1.48 


4249 




C 35 


Maintain torpedo record book 


51.43 


132 


048 


4336 


40 


A 7 


Coordinate with military activities as required 


4837 


137 


046 


44.03 




F 62 


De*hny classified materials in accordance with current instructions 51.43 


129 


0.64 


44.69 




C 15 


Draft instructions/notices 


45.71 


1.45 


046 
0,66 


4535 




D 3 


Schedule Wining lectures 


54.28 


t.22 


46.01 




C 24 


Maintain log/file of report of unsatisfactory /defective 


37.14 


1.14 


045 


46.66 


45 




torpedoes or equipment 












C 16 


Re view/rjup outgoing correspondence/messages 


J428 


149 


044 


4731 




A 22 


Maintain liaison with personnel of other departments lo 


4571 


Ml 


044 


47.95 






prevent or correct interface problems 












U 7 


Complete weapons firing reports 


45.71 


1.40 


044 


4838 




C 13 


Maintain status boards 


57.14 


1.10 


0.63 


49.21 




Z 5 


Attend general drills 


4837 


1.28 


042 


4943 


SO 


A 19 


Determine expendable materials (surveys, disposal, etc.) 


5U3 


1.19 


041 


50.44 




A 14 


Evaluate and take appropriate action cm reports from 


51.43 


1.16 


0.60 


51.01 






torpedo readiness accepter** <TRAT> inspection 












F 53 


Perform weapons receipt inspection 


54.28 


1.09 


0.59 


51.63 




A 4 


Write btftee/job descriptions 


45.71 


1.28 


0,58 


5222 




E 17 


Pack/unpack weapons/components 


48 57 


120 


0.58 


5240 


55 



FIGURE 7 



Task-based Job Description (continued) 



Job Dacripiiofi fofik Scons for TM Pay Cmfe E-7 




Av$ % Time 




Cam. Sum of 










E>Ss 


Ana ■SU Tin** 


Abo *£. Time 








Percent Members 




Speiiity 


Spent by 


No. Duties 


D-Ttk 


Ts*Jt.Tfffe 


Performing 


Performing 


dfl Winter* 


Ali Members 


or Tasks 


I 41 


Perform quality assurance checks on weapons 


17.14 


3.37 


0.58 


53.37 




C 19 


Maintain leave schedules 


45.71 


1.23 


0.56 


.13,94 




C 29 


Malta entries In daily work tog 


4Q.Q0 


1.40 


0.56 


5450 




F 61 


Participate in weapons Areflghttng procedures 


45.71 


1.22 


036 


55.06 




C H 


Distribute si/rty mjteriAt (publications, posters, etc). 


51.43 


1.06 


055 


55.60 


60 


E 1 


Order parts, tool*, supplies, «C 


57.14 


0.95 


0.54 


56.14 




C 12 


Maintain division officer's notebook 


31.43 


1.67 


052 


5667 




A 23 


Organize departmental /division security 


4186 


120 


032 


57.18 




F 1 


Test wwpum security alarm systems 


51.43 


1.00 


031 


57.70 




C 2 


Draft naval fetters 


34^6 


1.46 


0,50 


58.20 


65 


F 44 


Remove/install weapons/components In shipping containers 


4286 


1.16 


0.49 


58,69 




D 22 


Develop on-the-job training (OJT} program 


4571 


1.07 


0.49 


59.18 




Z 6 


Conduct inspections (zonevpersonnel, safety, etc J 


48,57 


1.01 


0.49 


59.66 




F G 


Chip, preserve, and paint topside areas 


11,43 


0,76 


0.08 






F 14 


Operate fork] 1 ft 


S.7t 


1.30 


0.08 


9537 




H 17 


Install battery power supplies 


14.20 


0.60 


0.08 


95.45 




P 7 


Handle and Are pyrotechnic devices 


17.14 


0.50 


0.0$ 


95.53 




D 2D 


Prepare and administer feedback reports fur the purposa of 


11.4} 


0.71 


008 


95.61 


230 



updating training 



c 


26 


Prepare corrective action request <NAVQRD farm 4855/18) 


11.43 


0.70 


0.08 


9539 




F 


25 


Maintain/use hydraulic RAM 


11.43 


0.70 


008 


95.77 




G 


22 


Electrically zero synchros/servos 


8.57 


0.98 


0X18 


95.85 




G 


10 


Remove /rep Lace components on printed circuit boards 


8.57 


0.96 


0.08 


95.93 




G 


9 


Repair cables (splices, etc-} 


8.57 


0.94 


0.08 


9601 


235 


F 


14 


Perform emergency de-fueling procedures on weapons 


11.43 


0.67 


0.08 


96.09 




J 


TO 


Overhaul and repair pneumatic actuated valves 


571 


1.38 


0.03 


96.17 




C 


32 


Prepare work request customer setvtce form (OPNAV form 
4790/36A) 


5.57 


0.88 


0.07 


96.24 




D 


10 


Prepare tesi/ examinations 


lt.43 


064 


0.07 


9631 




D 


16 


Construct {raining aids 


11.43 


064 


0.07 


9638 


240 



FIGURE 7 



Task-based Job Description (continued) 



fob Description Profile Stores for TM PHy Grade E-7 




Ai$ % Time 




Cam. Santo/ 








Spent by 


Aog % Time 


Afg % Time 




D-Vsk Til** Titlt 


Percent Members 


Members 


Spent by 


Spent 1y 


No. Dntks 


Performing 


Pa fanning 


Atl Members 


Atl Members 


or Tasks 


F 5 Maintain small arms (clean, lubriea te, etc.) 


14.28 


0.51 


0.07 


96.45 




J 18 Test weapons homing Control logic ucdt 


5.71 


1.25 


0.07 


96.52 




j 23 Test weapons velocity switches 


11.43 




0.07 


9636 




H 33 Maintain torpedo tube electrical system 


11.43 


031 


0.07 


96.73 


245 


F 33 Calibrate torqu* wrenches 


14.28 


0.50 


0.07 


96.79 




J 57 Tesnniwlle igniter 


8.57 


0.78 


0.06 


9636 




C 37 Review/ update casually report* (CASREPTS) 


8.57 


0.78 


006 


96,92 




F 42 Operate forward /aft capstan 


11.43 


0.57 


006 


96.99 




J 10 Service weapons hydfAulic systems 


5.71 


1.16 


0.06 


97.05 


250 


} 43 Fuel/defue) weapons 


14.28 


0.46 


0.06 


97.11 




D 21 Prepare programmed Instruction* 


8.57 


0.74 


0.06 


97.17 




F 4B Inspect/ test-operate magazine de-watering systems 


837 


0.70 


0.06 


97.23 




H 11 Perform fTnal preparation of complete torpedo (MK-161 


17.14 


035 


0.06 


97.29 




D 23 Train instructors In OJT methods 


837 


0.66 


O.06 


97.35 


255 


J 31 OverMuland repair mechanical depth mechanisms 


286 


2.00 


0.06 


97.41 




J 17 Remove/ replace weapon* propulsion battery 


8.57 


0.70 


0.06 


97/16 




J 14 Overhaul and repair weapon turbine propulsion unit 


236 


200 


0,06 


97.52 




P 79 Install safety wire 


8,57 


039 


0.06 


9738 




1 33 Overhaul and repair mechanical steering units 


236 


200 


0.06 


9733 


260 


] 20 Repair weapons gyros 


236 


2.00 


0.06 


97.69 




H 19 Remove/ replace thrust reversal nozzle plug 


11.43 


0.50 


0.06 


97.74 




H 13 Perform abort procedures on weapons 


14.28 


0.42 


0.06 


9730 




F 78 Neutralize electrotyte spillage (add, alkaline) 


837 


0A5 


005 


97.65 




Z 14 Stand special sea detail walch«(ke]mBmaji,#fter steering, 


837 


0.62 


005 


97.90 


265 


liwhandler.etcr 












F 65 Clean/repair liquid stowage tanks 


5.71 


0.8S 


0.05 


97.95 




] 49 [natal] electrolyte in weapons batteries 


857 


0.60 


0.05 


93.00 




J 9 Perform torpedo receiver sensitive test 


5,71 


036 


0.05 


98.05 
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